The purpose of this study is to assess gendered leadership in segregated work environments in the Kingdom of Saudi Arabia, a context in which interactions between the genders is limited. Throughout this study, leader-member exchange (LMX) will be classified as an independent construct, job satisfaction (JS) and affective commitment (AC) will be classified as dependent constructs, and gender similarity status will be classified as a moderator. Since interactions among the genders are uncommon in this context, this study will explore whether leadership relationships are gendered in this environment.
between the genders are mainly limited to relatives, or colleagues in specific situations (Al-Rasheed, 2013) . In the majority of Saudi Arabian organisations, genders are segregated, based on the teachings of Islamic law (Bjerke & Al-Meer, 1993) . In Islamic cultures, segregation acts as way of maintaining respect between genders, and as protection from sexual harassment and discrimination. This is regardless of any underestimation of women's characteristics or management skills (Beekun & Badawi, 1999) .
The current study was developed based on using LMX as an independent construct, the two dependent constructs of job satisfaction and affective commitment, and gender-similarity as a moderator within the particular context of the segregated work environment. Previous research and developed hypotheses were used to formulate the constructs of interest these are outlined below. The research methodology incorporated measures, sampling and procedures, and measures and levels of analysis. The results of the study are also presented, together with a discussion about the implications of the research, and the limitations of study.
Literature Review

Leader Member Exchange
Over time, researchers of leadership theory have placed more and more focus on the interaction between leaders and various factors in a work situation. The nature of exchange is a two way series of interactions, whereby two people engage in mutual behaviours (Graen & Cashman, 1975) . This is the basis for building relationships, whether personal or professional (Allen and Turner de Tormes Eby 2012) . The leader-member exchange (LMX) focuses on inter-personal relationships between leaders and followers. In general, these dyadic exchanges are thought to range on a continuum from high to low. High-quality exchanges are characterised by a higher level of trust, interaction, support and rewards, in comparison to low-quality exchanges (Lee, 2005) . In fact, LMX theory is based heavily on social role theory, which evaluates behavioural responses when a leader delegates to followers, and explores how roles are defined. Reciprocity and negotiated rules are central in social exchange theory, in order to facilitate the accomplishment of obligations (Eagly, Wood et al., 2000) . of motivation and from target-relevant attitudes, and can influence behaviour even in the absence of extrinsic motivation or positive attitude". Additionally, O'Reilly and Chatman (1986) argue that commitment is a multi-dimensional construct consisting of identification, compliance and internalisation. Identification occurs when a person accepts influence in order to set or maintain a satisfying relationship based on a need for affiliation. Here, commitment is treated and defined as a multi-dimensional construct (affective, continuance and normative). According to Meyer and Allen (1993, p. 13 ) "Affective commitment refers to the employee's emotional attachment to, identification with, and involvement in the organization…Continuance commitment refers to an awareness of the costs associated with having the organization". And with normative commitment, "the employee might experience a considerable degree of desire, need and obligation to remain with the current employer".
Other researchers define commitment as a uni-dimensional construct (Mowday, Porter et al., 1982) , which measures the individual's identification of being involved with an organisation (affective commitment). The Organisational Commitment Questionnaire (OCQ) was developed based on three factors: (a) a strong belief in and acceptance of the organisation's goals and values, (b) a willingness to exert considerable effort on behalf of the organisation; and, (c) a strong desire to retain membership in the organization (Mowday, Porter et al. 1982 ).
For the current study, affective commitment is the point of focus, but mainly because in the context of this study including continuance commitment might affect the results of the gender moderation effect, because Saudi females are not responsible for paying for the cost of living, thus levels of continuance might be neglected for some female workers.
The Philosophy of Gender Interaction in a Segregated Work Environment
Women struggle against direct and indirect barriers to their self-development and their political, economic and social participation. Gender is not only how we identify ourselves but rather how others identify and relate to us, and how we are positioned within the social structure (Runyan & Peterson, 2013) . Issues relating to gender in the workplace are very important and complex (Cleveland, Stockdale et al., 2000) . Furthermore, gender segregation has become a complex concept in women's studies, as feminists try to explain inequality in the work setting in a way that can emphasise the specificity of women's disadvantages and not reduce it to class (Leaper, 1994) .
A discussion about gender segregation usually starts from the assumption that segregation itself is a form of inequality, or is related to inequality, and this is unquestionably taken to be an advantage for men (Blackburn and Jarman, 2006) . However, actual circumstances are more complicated than this. The tendency, acceptance and outcomes of segregation vary from culture to culture. In Islamic nations, the policy of segregation of genders is observed in prayers, wedding ceremonies, public transport, and so forth (Chughtai & Zafar, 2006) . In fact, in religious nations the philosophy of gender segregation is complex. For example, in Saudi Arabia, the philosophy of segregation is derived from Islamic teaching, and is not perceived as intrinsically bad or good. From one perspective, it does not mean that women are controlled by men rather it is a sign of comfortable and proper business practice. Indeed, gender dissimilarity is seen as a mark of respect and reverence (Metcalfe, 2006; Metcalfe, 2007; Mimouni, Metcalfe et al., 2012) . In interviews with female managers, Metcalfe (2007) notes that one interviewee responded as follows: "It is expected that men and women do business separately, it is what is culturally expected, but it is also proper...I prefer to develop business relations with women because I feel more comfortable and rely on them to support women...Men will usually support their male brothers and cousins." These views are an example of women's leadership practices in Saudi Arabia. This is how segregation is understood in Islamic culture. It is viewed as a kind of respect, regardless of any under-estimation of the skills and characteristics of women managers. McDowell and Bradley (2000) argue that the structures of horizontal segregation are more resistant to change, and in Saudi Arabia, women have suffered from stereotyping in work settings that are dominated by men (Alanazi, 2001) . In Saudi Arabia, men and women work separately in the majority of organisations and there is little cross-gender interaction in the workplace. However, rare interaction contributes to negative stereotypical images of Saudi female leaders.
Theoretical Model and Research Hypotheses
With respect to the construct validation process (the measurement model step), the current study was developed as based on two antecedents: LMX: Individual level (leader characteristics) and group level (gender similarity in the segregated work environment), and two outcomes: job satisfaction and affective commitment. The following sections will discuss the development of the hypotheses.
LMX and Job Satisfaction
find that in-group members express higher levels of satisfaction, and a better attitude than that expressed by the out-group members. Indeed, Volmer, Niessen et al. (2011) conducted cross-sectional and longitudinal research, the results showed that the relationship between LMX and job satisfaction mutually influences the other, and people can shape their environment to take responsibility for careers and facilitate outcomes. (Durarajend, 2004) find there is a positive effect of LMX on job satisfaction. They use a multi-dimensional approach with four sub-scales: Affect, loyalty, contribution, and professional respect. In their meta-analysis of 79 independent research projects, Gerstner and Day (1997) find LMX to be more strongly related to outcomes, including satisfaction, performance ratings, and organizational commitment. Therefore, the following hypothesis can be put forward for testing:
H1: There is a positive relationship between LMX and Job Satisfaction in a gender segregated work environment.
LMX and Affective Commitment
Leaders develop different relationships with subordinates through the LMX process. Leaders can establish low quality relationships (out-group) or high quality (in-group) relationships with their subordinates. In low-quality relationships, the leader implements formal authority, and allocates ordinary benefits in return for a standard job performance (economic exchange maintains the relationship). In a high-quality relationship a social exchange is developed, and attention, nurturing, support, and personal attachment move the relationship to a high level, and this is encouraged by mutual trust, respect, and obligation (Graen & Uhl-Bien, 1995) .
LMX describes work in terms of those who contribute more than expected, and those who contribute what is classed as 'standard' to an organisation. It explores the dyadic relationship between pairs, and it considers relationships that contribute to positive organisational outcomes such as performance (Dionne, Yammarino et al. 2002) . In return for exemplary work performance, followers receive special privileges, career-enhancing opportunities, and increasing levels of care when they do their jobs. High-level social exchange relationships encourage stronger feelings, obligation, appreciation, and trust, more than basic economic exchanges do. Thus, high quality LMX is associated with the good performance of employees (Law, Wang et al., 2010) . A meta-analysis conducted by Gerstner and Day (1997) finds that LMX is positively correlated to performance ratings, and organisational commitment, and negatively related to turnover.
It has been suggested that commitment occurs due to certain antecedents. (Mowday, Porter et al., 1982) classify the antecedences of commitment into four categories: a) Personal characteristics (demographic factors), b) Job characteristics (role-related characteristics), c) Work experience, and d) Organisational characteristics (structural characteristics). The effect of personal characteristics can be correlated according to demographic factors. For example, women are found to be more committed than men (Mathieu & Zajac, 1990) .
With this in mind the following hypothesis can be tested:
H2: There is a positive relationship between LMX and Affective Commitment in the gender segregated work environment.
Gender Similarity: Gender Roles in the Work Environment
Previous research does not provide a deep evaluation of the influence of gender similarity on leadership effectiveness. Most previous studies provide mean difference scores across gender in leadership styles, with the same and opposite gender, but no study has tested the influence of gender in a segregated work environment. However, there might be a general tendency for people to respond more positively to leaders relative to similarities. Leadership is a social process, and it is portrayed as an emergent process more than an achieved state. Thus, human interactions occur through relationships and networks of influence. These interactions are displayed by channels such as power, and some argue that men and women differ in their use of power (Fletcher 2004) . Although the nature of interactions between different genders are not the main focus of this study, Carli (1999) argues that men possess higher levels of legitimate and expert power than women, while women display higher levels of referent power.
Furthermore, Carli (1999) argues that men are more influenced by competent men, while women are equally influenced by both men and women. Thus, issues connected with competence crop up less often for women, because women are perceived as having low legitimate power. Moreover, in face-to-face interactions, men are perceived as being stronger in influencing others than women are. Although competence is not measured in the current study, Avolio et al. (2004) find that competence mediates the relationship between leadership behaviour and organisational outcomes. As already mentioned, social roles are gendered and determined by a range of social, economic political and cultural factors (Takala & Aaltio, 2004) . Research conducted in Saudi Arabia ijbm.ccsenet.org International Journal of Business and Management Vol. 12, No. 5; finds that both genders display transformational behaviours, and followers prefer to work with transformational leaders (Al-Ammaj, 2001 , Walker, 2004 , Omer, 2005 , experience human relationships with their immediate leaders (Assad, 2006) and express favourable attitudes toward democracy (Moaddel, 2006) . However, this study was conducted in a single-sex environment.
In Saudi Arabia interaction between leaders and followers differs due to the roots of socialisation, traditional values, and Islamic teaching (Al-Rasheed 2002). Thus, it could be argued that gender roles in Saudi Arabia strongly affect leadership practices. For example, women in Saudi Arabia are expected to be wives and mothers, they are expected to help others, and display concern for followers (Assad, 2006) . However, Saudi men are in charge of guardianship (Mimouni, Metcalfe et al., 2012) . Therefore, in such a context, both genders believe that men have superiority over women in issues such as taking responsibility, and making decisions, albeit with consultation and the right to serve and influence. Therefore, men could have an advantage in exerting leadership over women. Guardianship has been found to be a disadvantage for women's mobility and career development (Minkus-McKenna 2009). Moreover, Saudi men report advantages for men in work (Budhwar, Mellahi et al., 2010) . As a result, confidence and independence act as a bridge for men to engage in leadership. Conversely, their independence could restrict the ambitions of Saudi women from engaging leadership experience.
Gender is used as a moderator in this study. Gender similarity in the segregated work environment might be associated with LMX, and may help to establish the quality of the relationship that a subordinate develops with their managers (Dienesch & Liden, 1986) .
With this in mind, the following hypotheses can be put forward:
H4: Gender moderates the relationship between LMX and AC.
H5: Gender moderates the relationship between LMX and JS. 
Research Problems
In Saudi Arabia, stereotypically, management is seen as a career only for men, and top managerial positions are appointed by and for men (Powell & Graves, 2003) . Globally, women managers are described as having to deal with limited career mobility, stereotypes and discrimination. Women managers are usually found in lower management positions that gave them little access to power (Omar & Davidson, 2001 ). According to Eagly and Carli (2007) this is because of the cultural stereotype of leaders is relatively masculine, the mere activation of female stereotype can underestimate women's interest in leadership.
Saudi Arabia is a highly conservative and male-dominated culture. Due to traditional values, Saudi Arabia has operates a gender segregation policy throughout life, and, therefore, interactions between males and females is restricted to relatives and colleagues in specific situations (Taleb, 2010 Vol. 12, No. 5; 2017 6 facilitates interaction between the same-sex and protects females from male discrimination, it might keep Saudi women away from interacting with their counterparts (men) and participating as decision makers alongside men in political positions. Saudi Arabia's gender segregated policy has concealed women's abilities and prevented them holding high positions.
The Significance of the Research
Most previous studies that have compared male and female interaction have been conducted in a mixed gender-environment. Previous research has focused on how gender segregation works in Western culture. However, in some Eastern cultures, especially in cultures governed by Islamic law, gender segregation is institutional, and males and females are purposefully kept separate in a variety of scenarios, including education, employment, and leisure (Vidyasagar & Rea, 2004) . The background and consequences of gender segregation in a society where segregation is compulsory rather than optional varies extensively. Thus, there is a need for a study that investigates the impact of gender segregation in Eastern cultures (Mehta & Strough, 2009 ). Johnson et al. (2006, p.141) claim that "we need to further develop our theoretical argument to take into account not only the activation of gender status beliefs, but also the activation of general gender stereotypes in the workplace".
The Research Questions
One main question can be applied to cover the scope of this research as follows:
"Does gender-similarity moderate the relationship between LMX and JS and between LMX and AC?"
Methodology
Sampling and Procedures
A total of 216 (111 male and 105 female) participants (teachers) were chosen for this study from schools all over Saudi Arabia. The following criteria were applied to the characteristics of the participants:
• Male and female (teachers) must have the same responsibilities.
• Pairs (principals and teachers) must have been working together for at least six months to ensure the relationship has developed.
• No references are to be made to the masculine or the feminine that might create prejudice.
Measures
Leader Member Exchange (LMX): The quality of the dyadic relationship between the headmaster and teacher was assessed using a version of the LMX-7 (Graen, Novak et al. 1982) . The seven-item form is the standard measure of LMX and the most appropriate measure of LMX (Graen and Uhl-Bien 1995) .
Job Satisfaction (JS): This was measured using a 14-item scale developed by Hackman and Oldham (1976) . The measures were assessed using a 5-point scale ranging from 1 'strongly dissatisfied' to 5 'strongly satisfied'.
Affective Commitment (AC): This was measured using Allen and Meyer's eight items (Allen and Meyer, 1991) . The measure was assessed on a five-point scale ranging from 1 'strongly disagree' to 5 'strongly agree'.
Analysis Method
The data was analysed using structural equation modeling (SEM), and Smart-PLS 2.0. "The power of SEM is seen most fully when multiple indicators for each latent variable are first tested through CFA to establish the conceptual soundness of latent variables used in the final structural model" (Schereiber et al., 2006, p. 335) . The significance of Smart-PLS is its ability to evaluate the whole hypothesised model simultaneously. SEM can be broken down into two components:
(1) The measurement model/outer model, which shows how various indicators are related to latent constructs. Evaluation of the outer model is also referred to as confirmatory factor analysis (CFA). CFA specifies the measurement model delineating how latent variables are reflected by the observed constructs. Once a satisfactory measurement model is gained, path analysis can be explored by making links between latent variables (Goodhue, Lewis et al., 2007) . Outer model assessment involves testing the individual indicators (squared standardised outer loading), reliabilities for each construct's composite of measures (internal consistency reliability), and the measures of convergence validity (average variance extracted, AVE) and discriminate validities (Hair, Sarstedt et al. 2012 ).
(2) The structural model/inner model specifies the relationship among latent constructs (e.g., direct effect, indirect effect (mediator), or no relationship), and this should be theoretically related either positively or negatively (Brown, 2006) . The change in R 2 was used to test the best model fit .
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International Journal of Business and Management Vol. 12, No. 5; PLS is appropriate to test the impact of gender moderation by dividing the data into groups. Group differences can be tested by comparing the 't' value (Eberl 2010) . Once the data was divided into two groups, each group sample was not a large sample (below 200 cases), and so PLS was not affected by the sample size . PLS was selected to test the effect of gender moderation on how the independent constructs predicted the dependent constructs.
A Smith-Satterthwait test was conducted to test the differences in β value/relationships across gender (Chin, Marcolin et al. 2003) . It was used because standard error inequality assumption is proved (Abbasi 2011). The formula for testing differences between the paths was applied as follows:
The Construct Validation Process
According to O'Leary-Kelly and Vokurka (1998), validity can be assessed according to three types: content validity, construct validity and nomo-logical validity (the construct validation process). Content validity works to prove the group measurement items logically/theoretically, and to empirically assess the constructs (Nunnally, 1978) . In this study construct validity was assessed using two common methods: convergent validity and discriminate validity. Convergent validity is the degree to which multiple methods of measuring a factor present the same results (O'Leary-Kelly & J Vokurka, 1998), and it clarifies the correlation between responses (Chin 2010). The factor loading/outer in relation to cross-loading ought to be higher than factor loadings relating to other constructs. As suggested by (Anderson and Gerbing 1988) , convergent validity can be assessed using four criteria: firstly the factor loading (FL) for each item should be over the recommended value (FL>0.50); secondly, the average of FL should be more than 0.5; thirdly, composite reliability (CR) should be more than 0.7, and finally, the value of AVE should be more than 0.50. Loadings of 0.5 and 0.6 are considered acceptable. Discriminate validity ensures that each latent construct shares more variance with its own block of indicators than with another latent constructs, it and is approved when √AVE≥0.5.
The CFA/inner model was used because it is the most comprehensive method for testing construct validity. It uses only statistical analysis and outputs for assessing construct validity, such as the factor loading and factor correlation (O'Leary-Kelly & Vokurka, 1998). Theoretically and empirically, nomo-logical validity explores the relationships between constructs (Hair, Black et al., 2006) .
Results and Discussion
Model Evaluation
Because this study employed PLS for data analysis, there is no generally accepted global measure of the suitability of fit (Hair, Ringle et al., 2011) . Therefore, as suggested by Chin (2010) the change in R 2 was used to test the best model fit. The current study does not compete between models; a hypothesized model was selected based on the theoretical background. The outer model was assessed to investigate construct validity (Kraimer, Seibert et al. 1999) . Figure 1 presets the factor loading for the model, and LMX6, JS13 and JS14 were eliminated from the model due to the factor loading being below 0.5. In PLS, the composite reliability was calculated automatically. The value of the composite reliability and cronbach alpha was acceptable at > 0.7. The value of the reliability of the current study ranged between 0.88 and 0.96, and these values exceed the minimum value of 0.7. However, reliability is a necessary but insufficient condition to assess validity (Morgan 1989) . The values of AVE ranged between 0.64 and 0.68, which exceeded the cut off value of 0.5 (Chin 1998) . The model achieved a good model fit; the value of R 2 for JS was 0.67 and 0.58 for AC. The significance of path estimation (β) value was considered based on the results of the t value (p ≤ 0.05) (Henseler, Ringle et al. 2009 ), thus any path with a t value of below 1.96 was eliminated from the model, see Table 2 . The results of β and t value and standard errors were obtained via using the PLS Bootstrap procedure -see Figure 3 (Chin 1998 
Hypotheses Interpretation and Discussion
H1: This hypothesis suggests that leader member exchange (LMX) has a positive relationship with JS. The result of the structural equation modeling indicates that the structural path between LMX and JS was positive and significant (β=0.0.82 t=21. 67, p≤0.05) . This indicates that there is a strong relationship between LMX and JS. LMX was found to be a perfect predictor and antecedent for increasing job satisfaction for followers in the Saudi context; thus, H1 is supported.
H2: This hypothesis suggests that leader member exchange (LMX) has a positive relationship with AC. The result of the structural equation modeling indicates that the structural path between LMX and AC was positive and significant (β=0.0.75 t=16. 14, p≤0.05) . This result indicates that there is a strong relationship between LMX and AC. TRFLs were found to be a perfect predictor and antecedent for increasing the affective commitment for followers in the Saudi context; thus, H2 is supported. The above results show that, according to LMX theory, teachers/employees who are classified as belonging in the 'in-group' receive more trust, respect and care from their current leaders, whereas employees who are classified as being in the 'out-group' receive less trust, respect and care than the in-group (Graen & Uhl-Bien, 1995) . It could be argued that such classification might encourage employees to form an attachment to their leader first, and this would encourage a sense of obligation by the schools to emerge. Such differentiation might spur competition among teachers to attain the leader's respect, trust and obligation. As a result of the LMX process, an attachment to the school might come second, whilst a commitment to the leader could act as a mechanism to obtain job satisfaction and affective commitment.
The above findings reveal the importance of LMX stages in the Saudi context. Cultural values might prove to be very important during LMX stages. For example, power distance results in Saudi Arabia were expected to be high, so involvement and interaction between teachers and their leaders is limited, and attaining the leader's satisfaction and mutual involvement would be appreciated by teachers. Thus, followers who build relationships with their leader would be very satisfied and then express an attachment to their schools. However, it is not clear which other particular behaviours might effectively enhance the level or quality of the relationship, or what levels of trust, respect and obligation should be applied to reach a high quality relationship, or what impact this high quality relationship has on selected groups. Wright et al. (1997) argue that, the LMX process does not imply intentional favouritism, discrimination or bias toward selected individuals.
Human resource management specialists need to be made aware of the positional biasing processes associated with high-quality LMX, and procedural checks and balances need to be applied to minimise such biases, if this is indeed possible. Otherwise, the development of high-quality LMX relations could result in organisational dysfunctional consequences and discrimination against out-group organization." Unfortunately, in the Saudi context, differentiation of groups could develop not only based on the work but, rather, based on unfair criteria, which are affected by culture (traditional values) (Ali and Al-Shakhis 1991 , Al-Rasheed 2002 , Al-Khatib, Malshe et al. 2008 ). However, this study confirms that LMX effective predictors increase the level of JS and AC in segregated work environments.
Moderation Role of Gender Similarly (H3 and H4)
Figures 4 and 5 present factor loading results across gender. It shows a satisfactory figure (FL>0.5) . Furthermore, Table 3 shows the variance in dependent constructs as explained by independent constructs. R 2 in the male sample was greater in AC 0.63(63%), while results in the female sample were 0.54(54%). However, in JS, R Vol. 12, No. 5; practicing LMX in segregated work environment; therefore, H3 was supported and H4 was rejected. Eagly (2005) argues that the absence of significant differences between men and women in leadership styles could open up new opportunities for women. She argues that increasing gender differences will undermine women's social and political agenda. On the other hand, Hare-Mustin and Marecek (1994) believe that a lack of differences between genders will not serve the feminist cause. For example, due to natural and cultural attribution toward gender participation in a research context, women need to be treated differently from men.
This study confirms that Saudi female managers are stereotypically affected by the predominant perception of men as leaders in the Saudi context. Dorfman, Howell et al. (1997) argue that gender is something we do, not something we are. Eagly and Carli (2003) argue that women face challenges to prove the high level of capability required to be a leader. Some bias could prevent women from exhibiting leadership qualities (Garcia-Retamero & López-Zafra, 2006) . For example, discrimination and prejudice against women exist in Arab work environments (Yaseen 2010) . Eagly and Karau (2002) argue that detrimental reactions not only limit women's access to leadership roles, but can also decrease the effectiveness of women who reach these roles. The activation of beliefs about women and men by gender-related cues influences people to perceive individual women as communal but not very agentic and individual men as agentic but not very communal (Eagly, Johannesen-Schmidt et al., 2003) . Moreover, "expectation states theory argues that it is the status element of gender stereotypes that causes such stereotypes to act as distinctively powerful barriers to women's achievement of positions of authority, leadership, and power" (Ridgeway & Smith-Lovin, 1999, p. 638) . Thus, gender is unlikely to be salient in a segregated organisation.
This study argues for Saudi human resource management to start thinking about minimising the stereotyping of gendered leadership, and one possible tool for doing this is to examine the segregation policy. In fact, culturally, women in Saudi Arabia are still far from being effective in a mixed gender environment. In Saudi Arabia, the majority of organisations do not encourage the genders to interact. Therefore, the notion of "segregation policy facilitation" might facilitate easy interaction between pairs and women might find this helpful in fulfilling a leadership role. In addition, looking at gender composition effects could be a positive advantage for Saudi female managers who work according to a segregated policy. According to expectation states theory, gender effects depend on the salience of gender as a status characteristic. For example women's lower status in relation to men's is particularly highlighted in interactions between men and women. Consequently, women's relative advantage in influencing others would likely be weak in their interactions with their counterparts. Moreover, male resistance to female influence is certainly one way in which men can keep their power advantage over women (Carli, 2001) . Thus, I would argue that a segregation policy, in contexts that underestimate and have negative attitudes to female leadership roles, is a very important element to consider for Saudi female leaders when practicing their leadership roles. Furthermore, gender stereotypes indicate that women are perceived to be less knowledgeable and expert, except in situations that favour female expertise (Carli, 1999) .
Finally, this research argues that leadership is not necessarily gendered in a segregated work environment, where the gender state is not salient. Saudi women might not face unfair evaluation based on stereotypical judgments of men, and so may not have to resist such problems, which can emerge when they work face to face with men. Also, a segregated organisation might be a good "fertile environment" for female leaders in the Saudi Arabian context. However, other problems could emerge due to other demographic factors, or problems relating to gender states outside of segregated organisations that could prevent career movement for women.
Despite the barriers (stereotypical issues) that hinder Saudi women from participating effectively in high positions in government, it is interesting to speculate on findings that Saudi female managers should be ijbm.ccsenet.org
International Journal of Business and Management Vol. 12, No. 5; self-motivated in order to increase the chance of minimising gendered stereotypes in relation to leadership. This is especially salient because gender states are absent in the bank environment due to the segregation policy. The results indicate an advantage of 'Saudi female leadership', as they show that Saudi female managers are qualified to engage with different leadership styles and establish relationships with their followers in order to increase organisational outcomes.
Study Limitations
In Saudi Arabia, due to traditional and Islamic values, establishing rapport with females is a highly sensitive issue, and it is not acceptable for genders to mix unless with relatives or colleagues under specific circumstances. The data for this research was collected by means of a face-to-face questionnaire, and in this endeavour the researcher found that making contact with males was easier than making contact with females. One of the objectives of using a face-to-face questionnaire was to judge the readiness of the respondents' participation, but this idea could not be applied with the female respondents due to religious and cultural reasons; in fact, traditionally, the researcher would be embarrassed to explain the objectives of the questionnaire even by telephone. These limitations always arise for Saudi males generally, and apply to when a male researcher is trying to conduct research in a female environment and vice versa.
Another limitation concerned conducting this study in educational institutions, because this had an effect on the genralisation of the results. Although the sample structure allowed the researcher to achieve the objectives of the study, different sectors have different managerial environments (where males and females work together in the same organisation and can interact). This gives rise to different ways of interaction between genders. Also, leadership styles across different positions and across hierarchies might differ.
Recommendations for Further Study
Levels of analysis are very important in leadership studies. This study relied heavily on the teachers' perspectives, so it would be useful to conduct comparative research between managers and subordinates to identify how organisational outcomes are influenced by different perceptions. Therefore, it is not sufficient to believe that followers have a good relationship with their leaders; the point is how the perceptions of both leaders and followers compare (dyadic).
This study focused on a segregated organisation, where males and females had no interaction. An important area for future research would be to conduct a comparative study between males and females in organisations, in which males and females work together. However, contextually, some aspects should be considered, such as the level of masculinity and femininity of the context, and the degree of discrimination across gender of leadership in the organisation. For example, the health sector and banks (main administration) could be the best examples to be considered, as these contexts are not regarded as specifically masculine or feminine in Saudi Arabia leadership culture. The significance of such a study would be to compare between same and opposite gender relationships in the same organisation. A review of previous research shows that such study has not yet been conducted in the Saudi context.
Furthermore, a prior phase (interview) would be suggested for further research, but the possibility of interviewing Saudi females is limited for male researchers and this issue needs to be taken into consideration to prevent any problem of common bias or desirable response issues.
